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Abstract
In this intervention, we will be discussing the use of mindful practices and how they will
be incorporated into training for the residence life and housing staff. Through experience and
research, there is a recognition of the amount of stress that impacts the resident assistant’s (RA)
day to day life. Often times, an RA will neglect their own health for the sake of helping others.
These stressors can then not only impact their work performance, but their mental health as well.
Through a mindful practice training, the RA will be able to identify resources that they can
utilize in their campus community as well as developing practices that best suits their needs.
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Chapter One: Introduction
My topic revolves around the matter of mental health and well-being of resident
assistants (RAs) who serve in the residence halls at institutions. RA responsibilities, along with
their education, primarily revolves around program development, mediation for residential
disputes, as well as response to situations involving student health or a violation of student
policy. In addition to this, RAs can be expected to be called to service at a moment’s notice,
either by the request of their supervisor, co-workers, or a knock on their door by one of their
residents. The combination of a 24/7 readiness to provide assistance, the serious nature of certain
situations, and the obligations of outside of work can result in high levels of stress for RAs. This
can cause a variety of symptoms for the RA, including burnout, which can cause exhaustion and
reduction of their capability to handle situations.
Professionals in higher education need to be aware of the impact a job has on the students
who take these roles. RAs are not just seen as student employees of the university, but also as
their representative for what an “ideal” student looks like there. Often times, the benefits that are
included for the RAs like free housing, meal plan, and stipend are seen as reasonable enough
exchanges for the student’s service to the institution. However, with all the support that is
available to regular students, RAs are often overlooked with respect to their own needs. With
their position and what they represent, both RAs and supervisors may repress their personal
stress, fearing it may represent a form of weakness and thus impact their future employment with
residence life and housing services. If professionals in higher education want to provide the
needed support for students, they need to ensure that those who encounter them most are also
being served.
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Help Through Hardship
For many years, I had been referred to as robotic in terms of work ethic and persistence. I
suppose that the constant reference to myself being a machine was a reminder that I put effort
into the work and that I would always help others around me as it seemed like the most logical
thing to do. Despite this positive look, the phrasing made me question my capability of feeling. It
also made me wonder if my kindness was more of a habit than genuine care. In my first year of
college, I first learned the role of the resident assistant. Hearing the job description, along with
the benefits that would allow me to stay on campus, I realized it was an opportunity that was
hard to resist. Initially I was not accepted the position, but because of my resident director’s trust
in my abilities, I was given the chance to work with him as a resident assistant.
Over the course of seven years, I have been fortunate to work with the same supervisor
who has help guide me through my college career. I have worked for, been guided by, and have
the privilege to train dozens of resident assistants, graduate assistance and resident directors. In
that time, I had been able to meet thousands of students, all coming with their own experiences,
and all needing help in some way shape or form. Currently working as a graduate assistant
residence life and housing, I have been able to continue the trend of serving the members of my
community with some of the best in it.
This of course has also lead me to realize that I feel and care for others greatly. I want to
make sure that people know about the support available to them, myself being one of them. That
is one of the main reason most of the RAs I had worked with took the position, though the free
housing was definitely a perk. Many RAs care for the residents for whom they are responsible
and they want to support them by any means, even at the cost of their own well-being.
Individuals like myself are able to handle stress to a degree, but with situations that can involve
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possible self-harm, aggression, domestic abuse, even death, it can be challenging for anyone to
process the events. The fact that these situations can happen at any time can bring a new level of
anxiety. I would discuss this with my undergraduate coworkers and we would process our
experiences along with other events going on in our lives until the early hours of the morning. It
was during these conversations when I was also finally able to express to myself that I wanted to
exit from my teaching certificate. We were comfortable in telling these concerns to each other
because we had this shared experience. Letting our resident director know was a bit of a different
matter. It wasn’t out of fear of what he would say necessarily, as he was someone that I had
known for several years. It was the fear of reporting it and thinking it would impact my
employment for the following year. Another thing most RAs at institutions have to be concerned
about it that their contract is only for one year and each year they would have to go through the
application process over again. With the knowledge I have now, I know most who reapply tend
to get rehired unless their performance had been incredibly poor. With these concerns in mind,
RAs may find it difficult to ask questions concerning their personal health.
Before the start of my second year as an RA, I had appendicitis. Fortunately the appendix
was removed before any major damage, but it left me in need of recuperation. This was not truly
permitted though as training for the start of the new semester was about to begin. The fear of not
being able to return (because of my need to rest) returned. Administration assured me that I
would mostly be sitting down, but there is a lot of energy required spending hours a day having
to stay focused in training sessions you already went through the year before. Later I would
spend the majority of the night with in hall training and building preparations. While all the
while feeling like you will burst at the seams, you begin to question how much you are actually
valued by your employers when you are given the choice of pain or employment. What could I
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have done? It felt as if I did not come in time I would get left behind from the community I
found. I became increasingly disillusioned for the administration I was working for while still
wanting to serve with all the weight that comes with it. This brought me into a low point in my
life where my mind could not functioned the way it had before. It was not until months later
when my resident director asked me how things were. He noticed that I was getting work done,
but that I was clearly in a troubled state and asked if I needed help. It was that act that helped to
push me out from my state and by his suggestion begin group counseling at my institution. I
finally felt that I could say what I am feeling without worry of my job. He not only wanted me to
continue working with residence life but wanted me to seek needed help. At the counseling
center, I met other RAs who were going through similar struggles, feeling the stress of the job
but having little avenues to express it. I told them of my experience, but they did not feel as
comfortable talking with their supervisors as I did with mine. I don’t blame them as I wonder if I
would have if he did not bring up the conversation first. After counseling ended for that
semester, I sought counseling at an off campus site to continue to have these conversations. Here
is where I learned that my experiences were in line with someone with anxiety, depression, and
PTSD, which I never even considered having though traumatic experiences can come in many
forms. Slowly and surely I began to pull myself out of the rut I was in with the help from
counseling, my coworkers, and my supervisor. One of the final steps in that process was finally
letting my academic advisor know I no longer was interested in becoming a teacher. She was
glum to hear the news but understood my reasoning.
The next phase was for me to consider what I would do after graduation. I would have a
history major upon completion, which could give me some direction, but I did not think of what
to do when I was done with school. Here my supervisor came and suggested that I apply to
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become a graduate assistant for residence life and housing in the hopes that I could continue to
work with him. By that point I had known him for five years and wanted to continue helping the
students. Maybe I could not teach on a daily basis in a classroom, but I could assist students as
they find their own path. This led me to the graduate program that I am currently in where the
specialty is supporting students. I could still be there for the students while not being in the
conventional teaching position.
College is meant to help people not only get to their destination, but to find the path to it.
In residence life and housing, I managed to find my path with the support of numerous people. It
had helped many find their paths. At the same time the stress of the position resulted in some
people straying from their paths as it almost happened to me. We all may find stress from
different situations and process it differently during our time, but it bears the question: we are
trained to help others, but why are we not trained to help ourselves?
Mindful Practice
In my experience with residence life and housing and the RA experience as a whole, we
are provided with the training to be support systems for the students, but are given little guidance
on how to apply that information to ourselves. We are also constantly reminded that our
employment is tentative and that we should always be at our best. We were not told to be
comfortable with expressing personal concerns and with the fear of our employment, for some
that meant they could remain on campus or even attend so long as they kept their best face
forward.
Naturally, individuals want to find ways to cope from stress in a manner that best fits
them. Though I found counseling to provide a significant benefit to my overall well-being, it is
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understandable others may select different avenues. During the late years of my undergraduate
career, I was able to take a Tai Chi class where we not only studied the motions but learned to be
present in the moment. This practice is known mindfulness and helped for me to acknowledge
how I was feeling at that moment. When focusing on the moment you are in throughout the day,
one begins to worry less of the various stress they come across. This led me to explore different
mindful practices to help myself process the stress in my life. During my graduate career I
interned with a center that’s primary goal was to provide contemplative studies to the people of
my institutions community. All of their practices opened up methods of mindful practices that fit
anyone’s personal preference. Despite being a free service, I had noticed that very few people on
campus were aware of its existence. As a graduate assistant for residence life and housing
services, I took the opportunity to bridge the gap by having my connection with students to
advertise the contemplative studies centers numerous programs for them. Along with this, I also
opened the dialogue with my RA staff to see if they would be interested in participating in the
courses. They helped for me to see that mindful practices could be applied to benefit them.
Unfortunately the short study I was conducting with them was cut short due to the pandemic, but
the experience opened my mind to explore different ways that RAs could find their mindful
moments. I also noticed that this also helped with opening dialogue between myself and my staff
to support them when they were not feeling their best. My shared experience of being in their
position also helped with this, but made them feel comfortable in knowing they needed a break
from time to time. Instead of fear for thinking they were weak, they wanted to grow stronger
because of this bond.
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Preview of Thesis
As first responders, resident assistants are put into high situations and have minimal
training/knowledge on internally processing the events. My proposal will be to implement
mindful practices to the RA staff as well as their supervisors, this will take the form of an
exploration of mindful practices at the beginning of the fall for RA training. This training will be
led by a professor of the institutions community who specializes in mindful practice. The
Training will open avenues not only for the RAs to explore, but to encourage expression for the
RAs to their supervisors and vice versa. Throughout the semester, RAs and their supervisors will
continue to practice mindfulness throughout their days. Supervisors are in a position where they
can know how their staff is doing and if they need support in different ways and feel comfortable
in sharing their concerns for their staff, as a means of making sure they are feeling at their best.
Along with this, RAs would be encouraged to take mindfulness tests to see how they are feeling
at the moment. The initial encounter to mindfulness will also be a way for the RAs to explore
these as programing opportunities, ways to connect with the academic departments who offer
these services to their institutions community. This would ultimately encourage open dialogue
between RAs with their supervisors and strengthen ties between academic departments with
student life professionals to bridge the disconnection that is typically seen between the two at
institutions.
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Chapter Two: Theoretical Frameworks
A primary focus of the university is to create individuals who not only think for
themselves but also understand the need to improve conditions for all in their community. This
community can vary in size, but with greater connection through technology, we must see our
community on the global scale. Before one can begin to contribute to their society though, they
must make sure that their own needs are met, or at least to a large degree. For a long time, I have
focused on the concept brought by Maslow’s hierarchy of needs. An individual must have their
needs met to achieve self-actualization that will allow them to think, question, and form their
own answers in the hope that they can change their community. From a position in higher
education, a professor mainly can improve upon a students need for esteem to encourage their
journey to actualization. Through evoking questions and moderating conversation in an objective
manner, the professor can create opportunity for students to speak with minimal fear of
judgement from their peers with the ultimate goal of problem solving as a group. While I believe
that an individual’s needs must be met, their mind must always be exercising outside of their
known comfort that is instilled through their upbringings. To promote mental development by
stepping out of one’s comfort zone, the individual’s basic needs to be met as well as them having
an understanding of their own identities. On the side is student affairs, I have the understanding
that there is the potential from it to create the means of achieving the needs accessible to the
student body that satisfy their basic needs as well as developing their personal identities.
Resources and communities are spread across universities that connect students to one another as
well as assisting them as individuals. Institutions have potential to ensure that their students can
live in an environment that creates a place where they can live/function comfortably while also
providing a growing sense of community by holding students responsible as well as potentials to
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participate in the community. What hinders this potential for growth and the greater recognition
of the global community is that the university has responded with a capitalism mentality. As
discusses with Dr. Jason Wozniak, the capitalist mentality has played a major role in shaping
western society to focus on individual success, even at over the need of the society (J. Wozniak,
personal communication, 2019). Because of this, there becomes a greater focus on profit over
product. By viewing the person as a product and as a source of profit, we continue to create
human capital that’s main focus is to better sell themselves in the society rather than putting into
society. The capitalistic system effects all aspects of the university. As Jeffery Williams says
when examining the deconstructive perspective of academia, the result of capitalism creates
“corrupting research and increasing managerial (as opposed to academic) control, cutting labor
through reducing regular faculty positions (while increasing adjunct positions), and exploiting
students by requiring them to work more and take on more debt.” I look at this and see along
with our discussions that viewing the university with a business perspective takes away from the
opportunity of students and that those working within the system may not be able to supply what
is needed for the students. This can be the result of working within a system that reflects the
society but the result of this can lead those workers distraught in working like this or even
callous to the issues that are at hand.
It is in working with this that I look at the area where there is a major cross over between
working within the universities operations as well as experiencing the effects on a more personal
experience. Student employees, particularly those who work for in positions of student
leadership such as resident assistants and peer educators, must then play a balancing role of
operating and enforcing the policies in the system while still feeling these effects first hand.
Speaking from my own experience as an undergrad, I feel that working as a student employee in
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a minor role of student affairs put me in a position that relates to how Freire commented on the
banking system in Pedagogy of the oppressed, that we focus on “whether Roger face gave green
grass to the goat, and insist upon the importance of learning that on the contrary, Roger gave the
green grass to the rabbit.” This statement may sound humorous upon an initial reading but I see
how it also relates to this trickling down process of the influence of focusing on a capitalist
model in the university in a rather effective way. The student is then operating in multiple areas
where there is often an emphasis on following the policy, words from a lecture, and orders given
by their supervisors. Often there are little opportunities for a student to question whether these
means are right or wrong, and even when the chance to ask, often there is no follow through in
their addressing of issues. Attempting to find the balance of their academic life as well as their
roles on the university then can lead to higher anxiety in these student leaders resulting in a loss
of the student ability to care and potentially lead to burnout (Paladino, Murray, Newgent &
Gohn, 2005, p. 25). Even as I have entered into graduate school with the opportunity to work in
this field, I see that there is minimal opportunity to make any major and even minor changes in
the area that I work in. This is not to say that I believe those that are higher within the system do
not recognize this issue, but that because of the system we operate in, the chance to create
improvements for the student employees own well-being are not able to be achieved. This is
from having to communicate with other departments, which are also busy with their own
regulations and financial responsibilities to be able to effectively communicate and implement a
system that would be beneficial. Ideally, I would like to see greater emphasis on self-care
training techniques for student leaders who are often first responders to difficult situations.
Training on how to respond to the student is often done with many resources and support
systems for the student population is accomplished in detail and essential in ensuring a student
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leader can confidently assist the students. These resources are also available to the student
leaders, but when there is a limited set of resources available to a university along with a
pressure of maintaining their position, a student leader is less likely to utilize these resources
without the encouragement of a supervisor or co-worker who recognizes the student leader’s
energy is being overspent. In addition, there is often a feeling of a lack of job security in the
position, even among those who would have no need to truly be concerned with losing the
position. Speaking mainly from the perspective of a West Chester resident assistant and watching
my peers and later staff members experience this fear, there is reasoning behind even the most
capable of them to be concerned with this. One is that the position is only a one year contract
which they must constantly reapply for. The second is that with the constant fluctuations of
policy that change even throughout the semester either from how residence life and housing acts,
or how a different department functions and residence life responding to that change. The
combination of these two circumstances means that a resident assistant must constantly wonder
if they can function within the system. While in some situations the risk of not returning may
influence a student’s source of income, the resident assistant must also risk their income as well
as their housing situation. These fears and paranoia can greatly impact the individual and their
growth. What comes to mind now is how often these create positive or negative continuities of
experience (Dewey, 1997, p. 66). There is the potential for those students operating in these
systems to develop positive leadership roles, communication skills, and to identify what they
want out of a work experience. At the same time this can also be seen as continuing the cycle
that is created in a capitalist society, creating those who are able to work under continuously
stressful situations to satisfy the need of the institution that they are working in. This can be a
wonderful drive of course, but not when there is an individualistic focus in the society. When the
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within their future careers, the primary focus will be on benefiting their own success rather than
the success of the group. The success of the group then only takes precedents when there is a
benefit in doing so. With this in mind, I see that there needs to be change, one to better the
conditions of the student leaders so that they can find means to positively impact their own wellbeing. The other is to question if system that we operate in, that they will then become greater
participants in after they graduate.
I believe that the inquiry connects back to Maslow, where there needs to be a certain
level of comfort met before greater levels of development can be achieved, especially when it
comes to reflecting on a student employees self-esteem, but as well as their safety and
physiological needs, especially when housing is considered in the aspect. While still operating
within the system, there are means of creating greater opportunities for self-care techniques
which will help in reducing the student leader’s anxiety levels. This however does not change
that the system we operate in encourages this anxiety. In addition, by promoting these roles as
privileges to be working on the campus as student leaders, it allows for the potential exploitation
of these individuals, many of whom are driven to work as they do care for the members of the
community that they live in. I again relate to my own experience in this case where the resident
assistant is paid for ten hours’ worth of work every two weeks. I myself on paper work 25 hours
as a graduate assistant. The reality for many in this position is there is a near constant need to
work or be ready for work. This is not only an attributing factor to their anxiety and potential risk
of burn out, but also serves the system of operation. As we have discussed the use of student
employees, along with adjunct professors and many employees at universities, the work loads are
constantly added with little form of additional compensation. I myself saw the resident assistant
pay role increase for the first time in my five years working in affiliated housing with the
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prospects of a pay increase for affiliated housing in the upcoming academic year. While I know
plenty of professional staff that wish more can be given, they also know that this is not within
their budget. This comes to the second inquiry of questioning the system which we operate in.
Not just student employees, but the full time staff and faculty as well on how institutions,
because they operate as businesses continue to ask for more while giving those within the
institution minimal in return. It is because of this that I see the need to create the revolution of
change (Hooks, 1996, p. 26). Not just a change in how individuals view the society, or even
questioning the circumstances from which they are in, but also taking an action in creating this
change. In class we have often referred to the need to act with force, that struggle is needed to
achieve goals. I myself must admit that my hope are to get to the step of action in the future as I
debate over how change can come most effectively. I recognize that change often comes from
the bottom up, and that the top must then adapt to the situation so that the masses can be
appeased, but this can often be a means to satisfy the masses for a temporary amount of time.
Change needs to come from those who are functioning at the highest points of their institutions,
fields, divisions and departments. A change where there is understanding from those who
enforce the systems and those who live in them. I wonder what the level of struggle may entail
for those who advocate for change. Does it mean to struggle to the extent that the hierarchy of
needs are sacrificed until they changed? Will people need to resort to violence to cause the
change? I hope that struggle does not equate to violence as something created through violence
often does not last.
Critical action research’s (CAR) can be defined as a participatory process with researcher
and participants in order to achieve a practical solution to problem concerning a group of people
(Reason & Bradbury, 2001). The main goal of CAR is to improve the community it is being

14
implemented on. CAR can trace its roots back to the work of Kurt Lewin and the concept of
industrial democracy (Greenwood & Levin, 2007). Lewin began in 1943 with creating the
concept of an activity for a group to participate in to see how that activity changes behavior. The
participants would then give input on their experience with the study and then a new study would
occur. Greenwood and Levin connect this with the rise of industrial democracy that also began to
develop in western civilization. In this process, a group of professionals such as management
would work with their employees to gain insight from them in order to see how the business and
operations can be improved upon. These early concepts take a heavy emphasis in acknowledging
that everyone involved in the study are interested in the improvement of the group or
organization they are a part of. These models are reflected in figure one, critical action research
involves a cyclical process of observation, reflecting, planning, and ultimately, action. The graph
also represents the idea that CAR is a constant state of improvement. Action research is not
meant to be simply a one-time event with the assumption that problems will be resolved. A
problem may be resolved, but new ones may arrive or what may be implemented is not as
effective as initially anticipated. CAR though usually can eliminate this due to another important
aspect of its design. The acknowledgement of the participants in the research, not the researcher,
are the experts in the situation (Kemmis, 2008). A researcher may be initializing the study, but
that study is based off of the interest and concerns of both the researcher and the participants.
With these ideas of CAR along with the visualization, the purpose of it can simply be put as a
constant state of improvement. To answer a question that continuously changes as more answers
are found. It is in the setting of higher education where its constant state of change could find the
CAR method to be an effective mean of improving the experience.
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Figure 1

CFCA Practitioner Resource (2015). Participatory action research. Retrieved February 15,
2021, from https://aifs.gov.au/cfca/publications/participatory-action-research .
The role of critical action research in higher education plays in a similar manner to the
other settings we have seen CAR be applied to. The main difference that can be noted is that the
researcher and the participants tend to be individuals who are in the academic setting. CAR can
also be applied to any level of the institution. From implementation to students, their groups and
organizations, or to the faculty and staff level. The nature of higher institutions tend to reflect the
largest amount of social change within the society. With generation Z having some of the largest
cultural shifts due to technology, an increasing amount of non-traditional students attending
college. Along with these condition within institutions, current changes within society have
greatly impacted the institutions. The recent pandemic not has shaken how our society operates,
but has demanded greater adaption to the operations of institution. The need for those who work
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in higher education to seek solutions will rely heavily on those who are attending them in order
to address their needs and to acknowledge the need for changes.
My intervention focuses on a single group, though they are arguably one of the most
recognized ones on a campus. Residence life and housing services serve as primary outreach for
students who are living on campus. They not only work to serve as a resource for information,
but to identify needs of the students. The use of CAR in my intervention stems from the notion
includes this type of growth needs to be applied to those within all levels of that department. This
is an idea that will need to be improved upon continuously. My intervention will include training
for both the RA and their pro-staff members and encourage all involved to engage in mindful
practices that best suit their needs. The more apparent factor is that the training may need to be
tweaked, but with the idea of constant engagement of mindful practice throughout the academic
year, necessity of such training may change. Results of the year can show effectiveness of
mindful practice among those who participate in it. The use of techniques such as yoga have
shown an improvement of individual health and awareness of self, despite being in stressful
environments (Burke & Hughey, 2016). While evident through studies, it becomes then a matter
of retention or whether the participants engage in a practice that would be beneficial to them.
Whether an individual chooses to continue engaging in mindful practices can determine how this
intervention may be subject to change in future iterations. Without the practice, the mindset of
CAR, accepting or understanding how an intervention such as this may not be fully recognized to
allow it to develop with the needs of the RAs.
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Chapter Three: Historical Framework
With an invention that revolves around student employees and their role within the
university understanding the role they have played will help to establish the historical
background of my concern. Though there is still work to be covered within my thematic concern,
a central question that I came to my mind is if how the university compensates their student
employees and if it is enough? In referencing my own philosophical framework, I see that needs
have to be met before a student can feel more inclined to expand out of their comfort zone in
order for them to both think and act. Chaos in the brain when considering philosophy and ones
surroundings should be expected. When a student is also an employee on campus, I have often
heard two common phrases from those who employ them. One is that it is a privilege to be
working at the university, that these students are gaining incredible leadership opportunities and
work experience all while being able to remain on campus. The second is that there are financial
benefits to be working on the campus. Not just in their pay, but also including that they do not
have to commute to a different location in order to work. My central focus is on student leaders
who work on campus, many who I have interacted with over my last five years at my institution
have expressed these topics to me and to a large degree many do find working on campus to be
beneficial. I wonder though if more can be done to better these student leaders. Throughout class
we have examined how the university has changed in its treatment towards the faculty and staff.
In particular the last forty years of the university with the introduction of Neoliberalism and the
greater focus on the capitalist system to benefit fewer individuals at the risk of the betterment of
all. There is however a longer history of the servitude of those who have worked at a university
that started at the very formation of them in North America. My scope of exploration is currently
limited, having only focused on my own experience here at my institution along with those
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experiences of my peers. My research has only begun to scratch the surface of these questions.
Through this last semester examining the history and philosophy of the education system, I hope
to express how the university today has placed a system of servitude on student employees.
From the start of universities in North America, they have largely been constructed and
maintained through the work of slave labor (Wilder, 2014, p. 137) as well as indentured
servitude. The university aided in the establishment of racial discrimination by enforcing the idea
that those who were not white Anglo-Saxon males were of a lower degree to the point that they
were even seen as sub-human. Williams also notes that college boards at this time “included a
number of men who traded in indentured British and German servants and enslaved Africans.”
The inclusion of indentured servitude also adds an economic aspect in how those who worked in
universities were diminished and worked to the point of death for the sake of advancing those
who were in ownership. We see from the very beginning that universities thrived on the backs of
those marginalized within the society. The use of slave labor and indentured servitude was
derived from the concept of mercantilism which emphasized profit even at the sake of treatment
of workers. What should also be noted are the stark differences when comparing slavery to
indentured servitude. Often people have used the terms interchangeably when in reality there are
two major differences between the two matters, being that an indentured servant largely elected
to choose servitude and that the indentured servant leaves it after their contract is up. In both
cases, there follows a pattern of extreme violence towards those owned by their masters. As time
went on, the use of indentured servitude fell in favor of slavery as it was a cheaper labor source
to utilize (Williams, 2008). While it may not appear on any official papers, arguments can be
made that universities have revisited the concept of indentured servitude, replacing a ticket to
voyage with that of a diploma.
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Continuing with Williams’s article on student debt and the spirit of indenture, there
shows within current history the correlation between debts accumulated during their college time
and the new indentured servitude. William notes that “One holds that it is a question of supply
and demand—a lot of people want higher education, thus driving up the price. This doesn't hold
water, because the demand for higher education in the years following the Second World War
through 1970 was proportionately the highest of any time, as student enrollments doubled and
tripled, but the supply was cheap and largely state funded.” It was not until the 1980s with
Ronald Reagan’s introduction of neoliberalism that we see the trend of greater budget cuts within
public funding for state universities. This forces the universities to respond by functioning more
with a market mind that drives relies heavily on gaining profit from the consumer. In this case,
raising the cost of tuition to compensate for the loss of the state funds. For many students, this
means that they may take out loans have to be taken out in order to complete college as well as
working throughout their college career and onward to pay off the university or the place where
they are taking the loans. It is here where I see the modern association of indentured servitude
and student employment where resident assistants (mostly noting those in West Chester as each
university varies) are compensated with a small stipend along with the allure of free housing.
With the addition of privatized housing operations growing on campuses, this also effects the
students who work in the university owned residence halls compared to those in the private
buildings. Those who work in the private buildings tend to be compensated less as the building
they are being housed in is more expensive than those owned by the university. What can be
problematic for those in this situation is that resident assistants have limited choice in terms of
where they are assigned, meaning that those who still need to pay their college tuition are
hindered by the smaller stipend and may require to take out loans. This cycle continues as the
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students are under the impression that in order to be a student, they must also work and there
then arises the mixed signals as they are told by others that they are students first and workers
second while operating in a system that blurs these priorities.
As we have noted from the influence of western civilization and the rise of capitalist
societies, universities in the west have strived in competition, selling their brand for the sake of
profit (Williams, 2012). Focusing more on the economic potential of the university comes at the
cost of the quality of the experience, both from those working in the university as well as those
learning from it. In class we have asked if society shapes a university or vice-versa, but as we
have gone more in depth with the question we see that the university responds to the society and
the share-holders in the hopes of creating and repeating the product to contribute to society. In
this case, this is creating a greater emphasis on individuals who will continue to work within the
system and not attempt to venture into other opportunities. Doing so otherwise would go against
the grain of society, marking them as outcasts. While we see the potential in how education can
help to promote change in society by creating an environment that promotes students to ask
questions and seek answers, the current system does little to encourage this. The means have
changed in how those in power have maintained their position, but the underlying issues still
remain. There is a greater emphasis on class distinction which requires those on the bottom tier
to accumulate debt which keeps them in their socioeconomic status. This status also continues to
keep the historically disenfranchised from gaining opportunities to better themselves. The ties
between race and economics in civilization has been solidified by the universities, and to begin
to undo this, questions need to be asked to a broader audience on how this had come to be.
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An overview of mindful practices in the West
With its roots from Buddhist philosophy, mindfulness is the practice of experiencing life
in a moment to moment basis. Through this, practitioners of mindfulness are able to develop an
awareness not only of the situation that they are experience, but also to understand their own
involvement within it. As the philosophy traveled to the West, the practice began being
examined through psychological lenses and its application in medical practices. John Kabat-Zinn
began applying these practices in 1979 for individuals who experience chronic pain, showing
that through meditation the subject showed inductions in the pain that they were experiencing
(Kabat-Zinn, 1982). The result of these studies allowed for the exploration of mindfulness
training that not only applied to those with physical pain, but to those who experience
psychological pain as well. Kabat-Zinn continued his research with applying these practices with
those who suffered from anxiety, depression finding that meditation can be applied to help
reduce these stressors in individuals (Kabat-Zinn, 1994). With the groundwork laid out, other
researchers began to examine the benefits and drawbacks of mindfulness in the practice of
western medicine.
Questions on whether mindfulness can be seen as an applicable means to treat all
ailments has been questioned since its incarnation. Recent studies have shown that the
effectiveness of mindfulness varies based on the individual needs along with the training itself
(Keng, et al., 2011). This reflects the nature of a relatively current practice when applying
scientific study from a practice that stems from philosophical teachings. Mindfulness comes with
multiple interpretations and implementations that vary in effectiveness between individuals and
what their state of mind may be during the time of their practice. It is finding the practice that
works for your needs.
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Chapter Four: Program Design and Implementation
The program revolving around my thematic concern involves a multi-step process in
order to address the issue of RA burnout caused by high stress situations they encounter. The
initial phase will involve a training in mindful training session done by a professional for the pro
staff of the residence life and housing services. This is meant to introduce the topic of
mindfulness to the pro staff and to help them in the facilitation of these practices to the RA staff
that they will be managing. The second phase will involve training with the RA staff using the
same facilitator from the pro staff training. This will also be done with the same purpose as the
pro staff training as well. The last phase will be a process that continues throughout the academic
year to build the concept of mindful practice and maintain a check in on the staff to see how they
are doing.
Purpose and Goals
The purpose of this intervention is to provide the residence life staff with the knowledge of
mindful practices and the resources that are available on campus for them to utilize. This will be
achieved primarily through the training program but will also be checked throughout the
semester by the supervisor to their direct staff. As a result of the training, RAs will be able to do
the following:


Identify two core principals of mindfulness.



Identify two resources on campus that they can utilize for mindful practices.



Participate in a mindful activity on a weekly basis.
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After the training, these learning outcomes can be measured through a post training
evaluation. As the semester goes on, means of checking in on the staff by the supervisor can used
to measure how their staff may be continuing these practices, such as through weekly reports and
one-on-one meetings. Sample questions can be found in the appendix below. These check-ins
throughout the semester are also intended to satisfy another goal of this intervention which is to
open greater communication between the RA staff and their direct supervisor. This is to help in
creating a culture of communication in regards to mental well-being. Lastly another goal is to
build better relations between the residence life departments along with the faculty department
that facilitated the training. This will also be measured throughout the semester as the RAs utilize
the resources available to them that were provided during the training. This utilization will come
from them participating in any activities the faculty department may be conducting over the
semester, but also advertising their programing to residents of their halls. Through this
intervention, there will be a strengthening of relations within the community as well as a a
strengthening of individuals through mindful practices.
Theory to Practice
As mentioned in chapter two, one of the biggest frameworks that influence this practice is
Maslow’s hierarchy of needs. Following the concept presented there, the scale that is used there
help to represent the intended goals of this interventions:
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Figure 2

Physiological needs: Of the physiological needs that need to be met, sleep is the most impacted
among RAs. Through mindful practices, the centering of self, healthy sleep patterns have been
shown to be developed with those who practice them.
Safety needs: Safety may seem like an odd concept to consider for the role of the RA, but there
are several factors that need to be accounted for, those being personal security, employment and
health. An RA has to enter into situations not knowing what to expect. While the risk of personal
harm may be low, it is still situations that can occur. Employment through the RA position
typically has an array of benefits such as housing, meal plan, and/or a stipend to compensate the
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students for their time and labor. This may be an area where mindful practice may not have a
direct connection, but with many RA contracts only being for one year without a guarantee of
being rehired, adding unnecessary stress to a position that already has the potential for high stress
situations. These additional stresses then impact the health of an individual, both physical and
mental.
Love and belonging: Residence life and housing services often incorporate the concept of
developing a sense of connection with the institution that the students are a part of, the residence
hall they reside in, and with those who they interact with on a regular basis. An RA plays a key
role in developing this sense of belonging but also craves this for themselves as well. An RA
typically builds these connections with their staff members and their direct supervisors with the
understanding of supporting one another. Communicating how one is feeling in that moment is
needed to help the not only in understanding how they may be processing a situation, but also
how they can be supported by those around them.
Esteem: defining esteem through Maslow’s hierarchy with respect, self-esteem, status,
recognition, strength and freedom shows how an individual wants to feel valued by others while
also feeling value in their personal endeavors. Mindful practice helps to create this open dialogue
between individuals and groups to help them understand the importance of one another.
Self-actualization: Mindful practice may be a single avenue to reach self-actualization, but
through it, the centering of oneself can be essential in this.
Within these we see that the various tiers are put into categories with the lower tiers
satisfying basic needs, the middle satisfying physiological needs, and the highest tier satisfying
the need for self-fulfillment. Each tier must be satisfied in order to continue to the next tier. The
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implementation of mindful practice can be used in order to satisfy the needs of each categories.
Basic needs can helped to be met through stress reduction caused by environmental factors, those
being non-direct interaction with those in ones surrounding. Physiological needs are met when
there is a satisfaction met through more direct interaction with those around you such as those
who you interact with on a more personal basis. The self-fulfillment is met when there is an
understanding of one’s own identity and needs. The emphasis on mindful practice is to take in
that moment, essentially functioning as a means to process the situation that is currently
happening.
Recruiting the facilitator
While there can be several options in terms of recruitment of a facilitator, I believe that
utilizing a faculty member from the institution who has experience in mindful and contemplative
practices will be the most optimal option. Utilizing a faculty member will allow for a familiar
individual on the campus. It will also provide the pro staff and RAs to utilize this individual for
possible collaborations in the future. West Chester University provides a first year experience
(FYE) for students to acclimate themselves with experiences that are not just related to campus
living, but also for personal health. With FYEs growing in prominence across institutions, there
is a chance that there is a professional who discusses topics related to mindful practices and that
there would already be a structured program that can be utilized. If this is not available, pro staff
will have to work on recruiting a faculty member who would be interested in participating in a
training for the staff. The likely candidates for training in mindful practice will be a professor
who teaches in the field of contemplative studies, positive psychology, social work, and the
health sciences. After a facilitator is found, the next step will be to structure the training. Both
pro staff training and RA training will be following a relatively similar structure with the
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difference being in scale. The facilitator will also be able to involve a co-facilitator, either a
colleague or a grad student who can engage the participants in a different prolonged mindful
activity. A pro staff member will be acting as a liaison to the faculty member in order to help in
crafting the experience that covers the topic as well as the promotion of the practice.
Structuring the program
The liaison will have the following structure of what the training will look like so that
there is a framework for the facilitator to go with.
Time: 1 hour and 30 minute
Begin with brief activity to put participants in a mindfulness mindset. This can be something
done with controlled breathing or resting shoulders. Staff will engage in a quick activity to
introduce them to the topic of mindfulness. (5 minutes)
Introduce topic of mindfulness and mindful practice, the value of taking a moment for yourself
out of the day to understand how you are feeling. Staff will associate mindful practice with that
of reflection. (15minutes)
Participants will be given the Toronto Mindfulness Scale (TMS) so that a self-evaluation of their
own mindfulness can be understood. This scale can be made using an online service such as
google poll, or handed using a paper method. After the survey is complete, the facilitator will go
into discussion on how to understand the range of the scores. Staff will be able to incorporate the
TMS as a means of identifying their awareness after an experience. (20 minutes)
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A longer mindful activity will be done with the participants which will vary on the facilitators
own specialties as well as the space available. This is where the co-facilitator will also go and
perform their own activity for participants who wish to explore that practice. (30 minutes)
Upon return from activity, there will be discussion on how students can continue to engage in a
practice that works for them. Showing the different resources that are available for students on
campus. Staff will be able to identify a resource that they can utilize to participate in mindful
practice. (20 minutes)
*Note that this timeframe can be flexible based on what the facilitator wishes to put more
emphasis on. Though the TMS is the exam used in this study, the faculty member facilitating
may have a exam that they are more familiar with.
Post pro staff training
After the training is completed for the pro staff, a conversation should be had on not only
how they may choose to continue their own mindful practices, but on how they can encourage
these practices with the RA staff. The facilitator is encouraged to stay with the pro staff after the
presentation to help to facilitate in ideas. Using the figure below, the pro staff can begin to
formulate ideas that are different means of promoting mindful engagement with the RA staff.
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Figure 3

The graph involves the use of mindful engagement with the RA with the y-axis revolving
around direct and indirect means and the x-axis involving passive and active means. The
direct/indirect implies the level of intentionality to practice mindfulness. Though it may not be
the primary focus, it can still implied through the context of the situation. The active/passive
implies the involvement of the individuals in the mindful engagement. The examples from figure
XX are a few ideas to help conceptualize the different means in which a supervisor can engage
with their RA staff members. Ideas utilized in the mindful engagement table are ways pro staff
can implement practices that not only encourage the use of mindful practice, but also on how
they can remind the RA staff that they are wanting to actively engage with them. This is also
meant to imply that the process of promoting mindfulness is also one that is ongoing throughout
the semester. It should be noted that ideas on this chart should be implemented throughout the
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semester as guiding ideas that should be utilized for pro staff to continue to promote self-care for
RAs.
Post RA staff training should involve discussion between the RA staff with their
supervisors as a way of establishing goals for one another to engage in mindful practices. While
this intervention is not meant to create a mandated mindful practice with every RA, it should be
an encouraged practice to help normalize the experience. By developing a culture of normalcy,
RAs, will feel more comfortable in the practice and help to set it as a standard.
After the RA staff training students can be encouraged, but not required, to engage with
their co-workers and find those who may share similar interest to encourage one another to
participate in a mindful practice that can happen in a group. This may not be for everyone but
those who wish to practice something as an individual should also have the time to mull over
what they would like to do. In the evening at the individual residence hall, the staff should meet
to discuss as a group how they will be participating in mindful practices and how they would like
themselves to engage and remind themselves to continue their practice. This could be where one
of the biggest challenges can be seen for the implementation of the intervention. Without any
direct enforcement for RAs to continue a self-care practice, or for them to fully express their
thoughts with their supervisors or coworkers, there can be the possibility of a regression to their
previous state after the training session. To enforce self-care practices though for the RAs defeats
the purpose of self-care, to choose when or how one wishes to practice it instead of creating it as
another thing on a to-do list. Instead, the use of passive means in the example from figure XX
above helps to provide reminders rather than orders for RAs.
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Professional Competencies
Looking at the American College Personnel Association (ACPA) and National
Association of Student Personnel Administrators (NASPA) professional competencies,
specifically represented in figures 4, 5, and 6 shown below represents the overlap between my
interventions goals and the competencies. Partnering with Others in figure 4 relates to the urge
of collaboration with faculty members to create the training for the Residence Life and Housing
department. This relationship can continue throughout the academic year in a hope to create
programming with the faculty and their respective department not only for the RAs, but for the
residents in the hall as well. Figure 4 also describes Conflict and Crisis Situations which involves
both reactive and proactive interventions in high stress situations. With the intervention, RAs
will begin to develop means of self-care after these situations that help to best fit their own
needs. At the same time, the practice noted in the Mindful Management Chart in figure 3 above
calls for an active role in supervisors providing support for RAs particularly after a high stress
incident that they may be involved in.
Figure 5 involves the topic of Self-Awareness and Continual Reflection. The advanced
category revolves around the development of individual continued understanding of their own
identity and of that of a leader. Though the mindful moments may put an emphasis on the
individual understanding, being able to reflect on the present allows for them to function more
effectively as a leader. Teamwork and Interpersonal Skills is another competency that will be
aimed through this program. As a semester long effort to open communication between the
supervisor and their RA staff, allowing the staff to share their experience either through one-onone or group communication will help to create an environment where there can be a focus on
the responding to how one may have felt during a situation. Lastly in Change Management and

32
Innovation in figure 6, it may seem like it is not a farfetched idea, to advocate for the support of
the RAs who serve on campus. Instead it is a means of solidifying ideas that are so ingrained
within the Residence Life mindset of supporting one another to positively impact the college
experience for all.
Figure 4
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Figure 5

Figure 6
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Chapter Five: Implementation and Evaluation
In Chapter four, I discussed the main feature of the intervention involving a mindfulness
training conducted by a faculty member of the institution. There will be training conducted for
both the supervisory or pro-staff members as well as a training for the resident assistants. In
addition to these trainings, pro-staff members are encouraged to promote these practices with
their direct staff and to encourage communication throughout the semester. In this chapter, I will
be discussing the timeline of the primary program, its budget, and the measures that will be used
to see the effectiveness this training has on resident assistants' (RA) mental health. I will also be
discussing the social change model of leadership in how building a culture of mental health will
benefit the residence life department as a whole.
Implementation
As mentioned in Chapter four, a pro-staff member or two will be responsible for the
recruitment of a facilitator. Planning for the training should begin in the spring semester at the
earliest, or whenever the department begins preparation for their staff training. Beginning in
spring should provide time for the reserving a space that is large enough for training, finding a
facilitator, and creating a lesson with them. The facilitator of both the pro-staff and RA training
should be a faculty member of the institution who has a familiarity in mindful practices. The
department's pro-staff member will likely want to recruit their facilitator from departments such
as psychology, kinesiology, or social work. These departments tend to have faculty members
who have specialties in areas such as positive psychology, contemplative studies, or in
meditative practices such as meditation, yoga, or tai chi. If the department has no previous
connections with an academic department who specializes in this field, outreach with department
chairs would be recommended to see if there are members who may be interested in training. A
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sample letter to department chairs can be found in Appendix A. Space will also be required. For
example, if open space is needed so that individuals can freely stand and move around, a more
open indoor location or even an outside area may need to be reserved on campus. Fortunately
most spaces are freely available on campuses so long space is reserved in advance.
The training for the pro-staff and for that of the RA staff will be fairly similar with the exception
of scale. Chapter four outlines a basic lesson plan to be implemented for both of the trainings.
The duration of the training should be 90 minutes, with 30 minutes introducing the topic of
mindfulness. Forty-five minutes should be spaced for the activity to allow time for people to
move around the space if needed as well as to process the activity. The remaining time should be
used to share different means of mindful practices and possible input with the RA staff on how
they might apply mindful practice. Typically after training sessions both with the pro-staff and
the RA staff, there is time allotted for staff members to discuss the sessions that they had
attended during the day. For the pro-staff, this will be time not only to critique the session, but
also serve as a way they can discuss different means to help promote mindful practices with their
staff. Figure 3 in Chapter four shows a graph of different methods that can be applied to the RAs
to help support them. This can include creating passive means to check up with the RA staff to
see if they are still following through with their activities. These means can be implemented as
formal and informal check-ins with RA staff to evaluate if they have been implementing mindful
practices into their daily routine.
Budget
The budget requested for this program will be minimal as many of the resources that will
be implemented are already available at the institution. Reservation of university space typically
does not require a payment. The hours for the pro-staff member organizing this will go to the
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hours required as part of their responsibilities. The major expense will be to compensate the
facilitators for their time preparing and facilitating the training for the department. The residence
life staff member will also need to be compensated for their coordination and outreach in
recruiting the facilitator. What is recommended for the pro-staff member who is recruiting a
facilitator will be to emphasize the proposition as a partnership with not just the faculty member,
but also with their entire department. This partnership is intended to build a relationship across
departments on campus, and with any relationship it should provide support to one another.
Academic departments typically hold activities or are in support of other student organizations
on campus that are connected to them. Building this relationship opens opportunities for
residence life departments to assist with advertising programs that are being held by the
academic department. RAs could then be able to help provide this advertising for their residents.
The overall goal for students living on campus is to help to expose them to all of the resources
available to them. Should the faculty member choose, partnering with their residence life
departments allows for students to have a greater chance to connect, either as a means of finding
potential students who may want to be a part of that major, or as a way to expose students to that
academic departments endeavors. The presentation done for the RAs already has an opportunity
to expose them to the resources available and there can be a chance to either support
programming or for the facilitator to present to students during the academic year in residence
halls.
While the main goal of this intervention is to assist RAs in their mental health, an additional
possible benefit will be opening more opportunities to connect with faculty of the university in
order to build more connections that can also be utilized to benefit their residents. With this in
mind, it should also be considered that these training sessions will be held during the summer
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and that though an outline is laid out, the faculty member will need to create content that can be
used for the presentation. The faculty member may also want to utilize a graduate assistant who
is part of their program to help to co-facilitate this training. I would propose that $1,000 dollars
be used from the residence life department’s budget to compensate for the faculty members time
as well as a cost coverage for transportation as the faculty member will need to come to campus
during the summer training. An additional $500 is needed for the use of a graduate assistant as a
co-facilitator.
Funding
The funding for the expenses will come from the residence life department as they are
typically responsible for the funding of their own training sessions. Being a self-sustained group
within the university means that they choose some of the additional training along with those that
are meant to educate the staff on the institutions policy. As mentioned in the budgeting section,
there should be an encouragement to promote programs and events that are being sponsored by
the faculty department. Residence life typically has a set of program requirements that are meant
to be satisfied by the RAs over the semester. An area that is often used includes the topic of
mental health for residents. This relation with the academic department should be an avenue of
exploration in promoting programs that are already occurring on the campus. Funding from the
residence life department would primarily include creating advertisement for these programs and
already exist within the departments budgeting for their individual residence halls.
The current goal of this intervention is to provide a means for the RAs to explore selfcare practices that will benefit their well-being. Self-care however is a practice that can be
incorporated into everyone’s lives. With the hope of continued relations between departments,
the hope is that not only that the RAs are able to benefit from the training, but also find ways that
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they can implement self-care with their own residents. Additionally, the training that begins with
residence life can also be applied to different departments that utilize student employees. As
individuals who are both attending school while working on campus, they are in a constant battle
with finding the balance between their academic, work, and personal lives. This intervention is
currently targeted towards RAs, but can be applied to student employees all across the
institution.
Leadership
Within this intervention, and with residence life and housing departments, there are many
leaders. Residence life staff consist of individuals who regularly are the representatives of their
institution and the mission that they represent. Being with the students on a regular basis, they
are a group who most often recognize the constantly changing dynamics of the students and
work to address those needs. With this intervention, I focus on the leaders within residence life
and housing and how they can develop skills that will not only benefit themselves, but in turn
help to benefit those students. Using the Seven Cs model from the 1996 text, A social change
model of leadership development: guidebook: version III (Astin & Astin, 1996), I will identify
how mindful practices can be implemented to create a better leader and a better self. The Seven
Cs include: consciousness of self, congruence, commitment, collaboration, common purpose,
controversy with civility, and citizenship (Astin & Astin, 1996).
Consciousness of self focuses on the concept of understanding what you are experiencing
within a moment as well as ones overall identity (Astin & Astin, 1996). The value of
consciousness for a leader can help to identify their strengths and weaknesses and allow for the
leader to utilize their skills to best suite their team or situation. Consciousness of self can actually
be improved upon from the use of mindful practices. To implement an intervention that helps to
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promote mindful practices in an RA's day -to-day lives will help to build the identity of that
individual and how they can process within a moment.
Congruence revolves around the consistency of action from an individual (Astin & Astin,
1996). For a leader within this intervention, this means to not only practice mindfulness for
themselves, but to promote and encourage it from those around them.
Commitment combines aspects of conscious of self and congruence, to not only
consistently follow through with the actions, but to believe that the action is meant to benefit you
as a leader and those around you (Astin & Astin, 1996). Commitment is created within residence
life through the supervisors to their RA staff. Without their belief in promoting mental health, the
chances of their staff committing to mindful practice will decrease.
Collaboration involves the utilization of the skillset of other in order to best implement
change from and through leadership (Astin & Astin, 1996). With this intervention, the residence
life department has to rely on the knowledge of the facilitator to help bring support to both the
pro-staff and the RAs. Not only this, but the collaboration process will help to understand the
similarities and differences within the department of the facilitator along with that of residence
life to help to strengthen one another. This revolves around the continued relation between these
departments through continued training as well as the program opportunities RAs can inform
their residents on.
Common purpose seeks to unite a group through a goal (Astin & Astin, 1996), in this
case the goal of self-care. The aim of this intervention is to expand the knowledge of self-care,
the resources available on campus, and for the staff to encourage one another to practice. As a
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community who is constantly exposed to stress, promotion of self-care should be an essential
practice.
Controversy with civility revolves around creating discourse in a way meant to be
constructive rather than hurtful (Astin & Astin, 1996). It is intended to help those with
differences, especially those within a team, to better understand one another rather than being
driven away from one another because of these differences. In the context of this intervention,
controversy with civility is meant to acknowledge that we may need support in different ways.
How one processes a situation may be different from your own, but that individual should be
able to experience their emotions with the support of their supervisor and peers.
Citizenship is the active engagement of an individual within their community (Astin &
Astin, 1996). As residence life and housing RAs, they are some of the most active citizens within
the context of their institution. These RAs are not only employees for an institution, but students
as well and for mindful practice to be fully implemented, developing it as an identity of the of
the institution helps to grow it as a practice. It also helps to normalize the concept of
understanding what you are experiencing within that moment (Astin & Astin, 1996).
As a supervisor, one will need to not only set an example by establishing mindful practice
in their day to day lives, but to be able to encourage their staff to do so as well. This intervention
is not meant to be a mandatory procedure, rather a encouragement for RAs to better themselves.
Using the method of enabling others to act (Kouzes & Posner, 2017) a supervisor should provide
the support needed to empower their staff in the decisions that they choose to make. Supervisors
should engage with staff to promote their well-being as well as providing the needed resources to
guide them through their decisions. With this enabling, a culture of self-care can develop within
a staff and create an environment that promotes mindful moments.
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Assessment and Evaluation
There are two key questions of this intervention. One is are the RAs engaging in a
mindful practice? The second is if they are engaging in mindful practice, is it helping with their
mental health? The importance of assessment and evaluation cannot be overemphasized in any
research, especially in that of critical action research. Assessment is the feedback from the
participants on their experience while evaluation is given by the researcher to the participants to
help understand the impact of the experience. Both are essential in understanding not only how
effective the study was, but how it can be improved upon.
Within student affairs, there is a constant need for assessment and evaluation. Academia
is a continuously changing field that must adapt to accommodate the students who are attending
an institution. This is not only for bettering the student experience, but also to help with student
retention. Not only that, it also helps prospective students and their families know that they will
be entering an environment that is looking to help guide and support them as they enter a new
stage in their life.
By implementing assessment and evaluation, an institution is acknowledging the constant
need to adapt so that the student experience is as good as it can be. While residence life
departments take great effort to obtain evaluations from their RA staffs, there is always a need
for constant growth. Feedback can be used that will help to improve policy, modify training, and
to identify needs of students living on campus to help to improve campus living. With this
intervention I am looking at how to improve the experience of the RAs. While stress in the
position can be unavoidable, how one processes that stress can be helped.
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As noted earlier, one of the first ways to assess the success of the training will likely
occur after each of the training sessions, though in different ways. The pro-staff training will
include post-discussion on how they thought the presentation went. This assessment can be a
way for them to see what feedback can be given on how the training could possibly be edited to
better fit the RA staff. The second will be in the discussion on how to implement mindful
reminders to see if the RAs are participating in a mindful practice throughout the semester. As
noted in Figure three in Chapter four, two means of evaluation that can be applied would be
incorporating the question into the RA weekly reports. Questions like this should be inserted into
these reports in order to provide insight for the pro-staff members to assist the RA. An example
of this can be found in Appendix B. Another possible implementation to assess RAs would be to
ask these questions in person to the staff members through one-on-one meetings with a sample
set of questions found in Appendix D. Assessment methods like these are subtle and informal
ways to gauge an RAs mental health and open opportunities between the supervisor and their
staff to explore different methods that they can implement to support themselves.
Training sessions for the RAs typically have an evaluation at the end of a session to
understand their experience. Generally these evaluations are formatted to apply to all of the
sessions, though in this case two additional questions can be added to the questionnaire of
“would you like to practice mindfulness on a regular basis?” and “what will you do for yourself
throughout the week?” These questions not only can help to see if the training was impactful
enough that an RA would be interested in incorporating mindful practices in their lives, but also
help to identify a specific activity they may decide on, which can be a discussion topic a
supervisor can have with their staff member in future one-on-one meetings.
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During the session itself, the RAs will be exposed to the Toronto Mindfulness Scale
(TMS) which is a quick survey to see how present a person is in that particular moment. It would
be recommended that the survey be created electronically for the staff to see their results (see
Appendix E for sample survey). The TMS should also be something that is utilized throughout
the semester as part of a monthly email sent to RAs by their supervisors. This will not only allow
quick opportunities for RAs to reflect on how they are feeling, but also provide more quantifiable
data to evaluate how RAs mindful practices are positively impacting their mental health. In
addition to the TMS, additional questions can be added such as “what activity have you done for
yourself this week to destress?” in order help to see if those who are actively doing self-care
practices show an increased or steady rate of mindfulness.
Assessment can also be done throughout the semester in forms of informal discussion
between the RA and their supervisor. Supervisors are encouraged to listen to how their staff are
doing on a regular basis to see how they may need to be supported. This can be accomplished
through one-on-one meetings, weekly staff meetings, or through everyday interactions with their
staff. The formal and informal check-ins help to open dialogue between RAs and their
supervisors in a way that shows that as a department, residence life is here to support all
students, including their student staff. This information can then be implemented with short term
goals such as mindful specific activities with their staff as a whole or through an individual
interaction. The information can also inform the administration in the residence life department
on how the training in the future can be reframed and edited to provide a more fulfilling
experience for the RAs.
A secondary means to evaluate the effectiveness of the training will be to see the
relationship between the academic department and residence life staffs throughout the semester.
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This would come in the form of increased collaboration efforts between RA staff members and
the faculty of that department. If RAs did find the information helpful, they may want to
incorporate programming with the facilitators department. The will likely do so through
programs and events the department already are hosting or by requesting that facilitator or their
colleagues to come for an in hall event. An increase of program collaborations or advertising
preexisting programs from that department can show an interest RAs had taken with their own
experience which they will want to have utilized with their own residents. Success of these
programs can be evaluated through post program evaluations given after a program to analyze
what students found informative as well as what can be improved on for the program.
Limitations and Looking Ahead
When examining this intervention, I am looking to apply mindful practices to only a
small portion of the campus population through the RAs. While this may serve as an introductory
exposure for them, it is still only being implemented on a small number of students. As this
training continues through, it would be my hope to apply this practice to different groups of
student employees across the campus. Not only this, mindful practice provides a self-practiced
resource that can be implemented through the entire student population that can take forms
outside of the intervention method that I have outlined.
Conclusion
When I developed this intervention, I was thinking of my own experience along with that
of my RA peers over the years. This intervention is meant to honor those who have given so
much of themselves to others and had a difficult time filling themselves back up to be whole
again. Mindful practices are intended to not only make one aware of the moment, but to
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understand relationship and importance of that moment. With this practice, individuals can
develop skills to be focused on the task at hand as well as appreciate the moments they take to
enjoy themselves. With the role of the RA ever changing, especially in the time of the pandemic,
the need to find these moments for oneself is all the more crucial. Between work, school, and
social obligations, I hope that future RAs will know when they can take a moment to breath and
then exhale.
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Appendix A
Recruiting Facilitator Sample Letter
Dear esteemed faculty members,
Residence Life and Housing is seeking the assistance from a faculty member to participate in a
training program for Residence Life and Housing staff of the university. A key component of this
program is developing awareness for mindfulness practice for resident assistants. Specifically,
we are looking for a faculty member who specializes, or has a strong interest, in mindful
practices and self-care techniques to facilitate two staff training sessions for the summer of 2022.
The selected faculty member will be compensated for developing the material that they wish to
use over for the program, meeting with our coordinator, and for the holding the two sessions for
our professional staff and resident assistants during the end of the summer when our staff
trainings are held. We are also encouraging graduate students within your department to cofacilitate in this experience. They will also be compensated for their time and effort.
In addition to compensation, we are also interested in providing an avenue of advertising any of
your department’s events and programs during the academic year. We hope through this to
expand the knowledge to our staff and our residents of all resources available to better
themselves.
We are excited for this new program and that we hope that you take our request into
consideration. To express interest or to request more information, please contact XX at
email.edu. Thank you very much for your time and we hope to hear from you soon.
Sincerely,

50
Appendix B
Sample Questions for Weekly Reports
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Appendix C
Post Program Questions
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Appendix D
Questions Supervisor Asks RAs during a One-on-One Meetings


How has the week been? Have you been experiencing any challenges?



How have you been taking care of yourself this week?
o If have been taking care of themselves: has that been helping out for your wellbeing?
o If have not been practicing self-care: is there anything I can do to help you?



Have you been able to use any of the mindful practices that we learned over the summer
training?
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Appendix E
Toronto Mindfulness Scale

Toronto Mindfulness Scale. (2011, April 19).
https://www.ocf.berkeley.edu/~jfkihlstrom/ConsciousnessWeb/Meditation/TMS.htm.

Appendix F

Budget
Expense Item
Faculty recruitment

Faculty payment
(preparation and
presentation)

Additional Grad
student or faculty
member to cofacilitate.

Justification
Residence Life staff
member will need to
find a faculty member
who has interest in
mindful practices.
Faculty will have to
create material that
matches parameters of
the presentation.

Needed for assisting and
if experienced in
different mindful
practices to provide
input in the presentation.
For example one does a
meditation while another
does yoga

Cost

Total

$200

$200

Incentive for
participating though
possible to create
arrangement with on
campus member.
$1000
$500

$700

$1700

TOTAL OF ALL
EXPENSES:
$1700

